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 Diversity plays a crucial role in everyday life, especially in academic and workplace 
settings. Despite increased attention to the value of diversity across settings, institutions of 
higher education, businesses, and organizations often do not provide adequate diversity 
initiatives to prepare students and employees for life and work in diverse environments. 
Therefore, to understand diversity education practices from formal college education and 
workforce experience, alumni who have graduated within the last five years from the Adult 
Education/Human Resource Development (AHRD) graduate program at James Madison 
University (JMU) were surveyed. The current study utilized a mixed methods survey approach 
that provided data on alumni’s perspectives of diversity generally, what diversity looks like in 
their current workplaces, diversity training as required in their organizations, as well as the 
perspectives on ways to strengthen diversity education in AHRD graduate program. The results 
from this study suggest that most AHRD alumni were not required to take diversity courses in 
their formal college education or participate in diversity training at their current organization but 
over half work with international organizations and individuals. Alumni surveyed also believe 
diversity courses should be required in graduate education and there are many benefits of 
providing diversity education to current students. Consequently, strengthening diversity 
education at the graduate level has the potential to positively influence future work environments 
and prepare students entering the workforce.  
Key words: alumni, diversity, inclusion, diversity education, diversity initiatives, 
diversity training, human resource development (HRD)
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CHAPTER 1: INTRODUCTION 
 Considering that we live and work in a world of rapidly shifting demographics and are 
more connected to those around the globe than ever before, diversity education is more relevant 
than ever. Alumni of the Adult Education/Human Resource Development (AHRD) graduate 
program at James Madison University (JMU) often become organizational leaders and 
supervisors in the Human Resource Development (HRD) field, tasked with helping to foster 
inclusive workplace environments and advocate for diversity. To best prepare current and future 
graduate students for this reality, hearing the voices of alumni within the last five years has the 
potential to build toward more promising approaches for teaching and learning about issues of 
diversity. Scholars who conduct research at the intersections of human resource development and 
diversity believe the lack of diversity education and training does not prepare students for work 
environments, which further contributes to harassment, discrimination, and inequality often seen 
in today’s workforce (Bell, Connerley, & Cocchiara, 2009). Institutions of higher education have 
the opportunity to take a stance on the importance of diversity by requiring students to take 
diversity related courses and including them as part of the graduate curriculum. The ability to 
build connections with people from multiple diverse backgrounds, have the knowledge and skills 
to work across global environments, and engage in critical conversations can positively influence 
AHRD students as they move into their future careers. Therefore, data collected from this study 
focused on AHRD alumni conceptions of diversity, what inclusivity looks like in the workplace, 
the prevalence and types of diversity training received post-graduation, how globalization affects 
their current position, as well as their insights regarding ways their graduate education could 
have been strengthened. 
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Problem Statement  
 The 21st Century workforce is “characterized by increased numbers of women, 
minorities, ethnic backgrounds, intergenerational workers, and different lifestyles” (Roberson, 
2006, p. 212). Based on these growing characteristics, diversity education is extremely important 
to prepare students entering the workforce as they often lack opportunities to interact with people 
different from themselves (Jayakumar, 2008). Jayakumar (2008) argues that colleges can 
positively affect students when their environment promotes diversity. For example, professors 
should be provided with diversity training which will encourage them to engage students with 
matters of diversity in their classrooms and explain how it holds importance in their student’s 
chosen careers. According to Cohn and Mullennix (2007), college students should be exposed to 
diversity curriculum, as it is no longer inescapable in our society and higher education should 
provide students with opportunities to develop their sense of cultural awareness. Along with 
providing diversity education for college students, diversity initiatives should be implemented in 
organizations as the workforce is becoming more diverse and individuals should feel comfortable 
in those environments since discrimination, sexism, as well as racism does exist (Rocco, Bernier, 
& Bowman, 2009). To encourage AHRD graduates to foster inclusive workplace environments 
and advocate for diversity initiatives, higher education should require diversity education as part 
of the preparation for the new diverse and global workplace.  
Purpose of the Study  
 The purpose of this research is to explore the need for diversity education and initiatives 
in higher education, specifically graduate programs, based on the experiences of alumni from the 
AHRD graduate program at James Madison University. Currently, little research exists regarding 
required diversity curriculum in master’s degree programs. Furthermore, research that examines 
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diversity education within the field of HRD has only become more prevalent in the last five to 
eight years. To build on the existing diversity education research in graduate HRD programs, a 
mixed methods survey approach was used. AHRD alumni provided feedback on what diversity 
looks like in their work places, diversity training requirements, as well as suggestions for 
diversity initiatives to be added to the AHRD graduate curriculum as graduate education has the 
potential to impact the broader HRD field. Being prepared to foster inclusive work environments 
is critical because census projections show that “Americans are more racially and ethnically 
diverse than in the past, and the U.S. is projected to be even more diverse in the coming decades. 
By 2055, the U.S. will not have a single racial or ethnic majority” (Caumont & Cohn, 2016, 
para.1). Given the shift in demographics of our country and the workplace, colleges and 
universities have an opportunity to provide students with the knowledge, skills, and attitudes to 
interact with people culturally different than themselves before students enter the workforce. 
Thus, this study examines ways graduate education can better prepare future students for the 
realities of work in a global and interconnected world. 
Research Questions 
The following questions will provide insight into the research problem of this study: 
RQ1: What percentage of AHRD alumni have taken a diversity course as part of their 
formal education? 
RQ2: For those alumni who have taken diversity courses in higher education, how has 
that experience helped prepare them for their careers? 
RQ3: In what areas related to human diversity are AHRD alumni least and most 
knowledgeable? 
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RQ4: Based on experiences in the field as a professional, how can graduate education 
best prepare students for the actualities of work in a diverse environment? 
RQ5: How do alumni’s current organizations define diversity and how important is it? 
RQ6: How often do alumni participate in diversity training as part of their current roles? 
RQ7: How does globalization affect AHRD alumni’s current position? 
Key Terms and Definitions 





















Key Terms and Definitions 
Term Definition Citation(s) 
Diversity The “real or perceived differences among people with regard to 
race, ethnicity, sex, religion, age, physical and mental ability, 
sexual orientation, and family status that affect their treatment, 
opportunities, and outcomes.” 
(Bell, Connerley, & 




“Encompass global attitudes toward diversity and diversity’s 
value or importance as well as more specific attitudes toward 
demographic or social groups.” 
(Kulik & Roberson, 
2008, p. 312). 
Diversity 
Course 
“A course that was developed and taught with the expressed 
intent of promoting the development of culturally proficient 
student affairs professional who are knowledgeable and sensitive 
to the histories, circumstances, and needs of culturally and 
racially diverse individuals.”  
(Flowers, 2003, p.72). 
Diversity 
Education 
“The goal is to facilitate awareness of diversity in our 
societies/professions, while encouraging dialogue between all in 
the classroom and use of the student’s ‘voice.’” 
 
“Refers to formal efforts to enable development of awareness, 
knowledge, and skills to effectively work with, work for, and 
manage diverse others in various contexts.” 
(Consoli & Marin, 
2016, p. 144). 
 
 





When one learns about “the experiences, customs, and cultures 
of different groups, such as difference in communication styles 
and perceptions.” 
(Kulik & Roberson, 
2008, p. 311).  
Diversity 
Resistance 
“A range of practices and behaviors within and by organizations 
that interfere, intentionally or unintentionally, with the use of 
diversity as an opportunity for learning and effectiveness.” 
(Thomas et al, 2010, 
p. 302).  
Diversity 
Skills 
“Are the interpersonal skills necessary to work effectively and 
ethically with culturally diverse individuals, groups, and 
communities.” 
(Kulik & Roberson, 
2008, p. 313). 
Diversity 
Training 
“A distinct set of programs aimed at facilitating positive 
intergroup interactions, reducing prejudice and discrimination, 
and enhancing the skills, knowledge, and motivation of people to 
interact with diverse others.” 
(Bezrukova, Jehn, & 
Spell, 2012, p. 208). 
 
Globalization  “The worldwide movement toward economic, financial, trade, 
and communications integration.”   
(“Globalization,” 
2018).  
Inclusion “The ability to contribute fully and effectively to an organization; 
a sense of belonging, respect, and being valued.” 
(Bell, M.P. et al, 2011, 
p. 135).  
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Brief Overview of Study 
A mixed methods survey approach was used to understand the ways diversity education 
at the graduate level can be strengthened based on current AHRD alumni’s experience in the 
workplace. Along with consulting research databases for literature, a survey was created for 
graduate students, specifically AHRD alumni, to gauge their understanding of diversity 
initiatives from their formal education and how prepared they felt entering a diverse workforce. 
Survey results provided insight into alumni’s perspective of diversity from their formal 
education, current diversity trends in the workforce, and how the AHRD graduate program could 
have better prepared them. Therefore, the next chapter provides a review of the current literature 
with a conceptual and theoretical framework, along with research on diversity initiatives in 
higher education, the workforce, and the HRD field. Furthermore, the mixed methods survey 
approach is explored in depth in the methodology chapter followed by the findings from the 
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CHAPTER 2: LITERATURE REVIEW 
The following literature provides a foundation to examine diversity education and 
initiatives, in both the academic and organizational settings. Methods of reviewing the literature 
involved using databases to include: ERIC, Business Source Complete, and JSTOR to review 
both academic and peer-reviewed articles. The general references that were consulted comprised 
of Harvard Educational Review, Academy of Management, Teaching in Higher Education, 
Journal of Diversity in Higher Education, Journal of Applied Social Psychology, Academy of 
Management Learning & Education, Advances in Developing Human Resources, and The 
Review of Higher Education. Common descriptors included: diversity training, human resource 
development curriculum, workforce diversity, higher education, diversity requirements, and 
diversity education. Overarching themes that emerged during review of current studies 
highlighted the importance of diversity education from formal education, challenges to diversity 
education, diversity in a growing society, how diversity affects HRD, current trends in the 
workforce, and future implications of diversity initiatives. 
Conceptual Framework 
Overlapping themes emerged as part of the literature review. The conceptual framework 
was broken down into three categories: diversity in the HRD field, diversity education in 
academic settings, and diversity training in the workforce. Figure 1.1 represents the conceptual 
framework of this study along with guiding learning theories to ground this study.   














Figure 1.1 Conceptual Framework  
Theoretical Framework 
 Vygotsky’s Social Constructivism (Vygotsky, 1978) and Critical Race Theory (Rollock 
& Gillborn, 2011) were utilized as the theoretical framework for diversity education and training 
research. The context in which diversity courses are delivered is extremely imperative for 
learners as there is an emphasis on collaborative learning among students, especially with open 
discussions (Vygotsky, 1978). Diversity education often uses social interactions to help learners 
grasp concepts which is important as it will lead to development of skills such as working with 
different groups of people. Topics in diversity education are not learned overnight and 
Vygotsky’s theory helps to explain how cognitive structures will mature when working in 
collaboration with individuals (Vygotsky, 1978). Collaboration is extremely important for 
diversity instructors, but they first must create a safe environment for students to feel 
comfortable to participate with others.  
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Collaboration, along with a student’s knowledge, attitudes, and skills, are important to 
diversity education as their instructor must acknowledge the current backgrounds and range of 
learning styles which will lead to a better understanding of diversity (Consoli & Marin, 2016). 
Barrington (2004) believes Howard Gardner’s theory of Multiple Intelligence can also enhance 
diversity education as individuals are often comprised of the eight-intelligences proposed by 
Gardner. If the teacher can acknowledge each student’s unique way of learning, it will influence 
new ways to teach students lessons and encourage discussions for such a complex topic like 
diversity (Barrington, 2004). By using Vygotsky’s Social Constructivism and Gardner’s Multiple 
Intelligence theory, new methods of instruction will emerge and discussions on this complex 
topic will be encouraged. 
To further encourage discussion and collaboration towards diversity in the HRD field and 
education, critical race theory (CRT) can be used as a theoretical approach (Rollock & Gillborn, 
2011). Critical race theory is considered an approach that provides a critical lens to analyze, 
process, and challenge inequalities currently faced in society (Rollock & Gillborn, 2011). When 
used in education, the critical race theory is the “framework or set of basic insights, perspectives, 
methods, and pedagogy that seeks to identify, analyze, and transform those structural and 
cultural aspects of education that maintain subordinate and dominant racial positions in and out 
of the classroom” (Solorzano & Yosso, 2002, p. 25). Along with providing a framework for 
education, it focuses on “the role of race and racism in education and works toward the 
elimination of racism as part of a larger goal of opposing or eliminating other forms of 
subordination based on gender, class, sexual orientation, language, and national origin” 
(Solorzano & Yosso, 2002, p. 25). According to Solorzano and Yasso (2002), CRT is based on 
five elements, which include “the intercentricity of race and racism with other forms of 
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subordination, the challenge to dominant ideology, the commitment to social justice, the 
centrality of experiential knowledge,” and “the transdisciplinary perspective” (p. 25-26). Alfred 
and Chlup (2010) believe HRD educators can use those elements as discussion points in the 
classroom and provide case studies that can either support or dispute the five elements. 
Additionally, critical race theory assumes that not all individuals are equal when it comes to 
opportunities, which means issues of racism and race will be viewed differently by every 
individual, but CRT can challenge these inequalities (Alfred & Chlup, 2010). HRD professors 
and students need to be aware of the inequalities faced by people of color and integrate these 
concerns within HRD curriculum. Educators also need to take an inclusive approach by 
broadening conversations to include all perspectives of race and racism that are often shaped by 
one’s identity and relationships (Alfred & Chlup, 2010). The critical race theory is another 
approach towards developing diversity education in classroom settings and even training 
curriculum for organizations. 
Context of Diversity in the US  
As mentioned above, as a country the United States is becoming increasingly more 
diverse. According to the Pew Research Center (2015), the United States Census Bureau 
recognized five racial categories: Asian, White or European American, American Indian/Alaska 
Native, Black or African American, as well as Native Hawaiian or Pacific Islander (“Multiracial 
in America: Proud, diverse and growing in numbers,” 2015). Based on the 2016 United States 
Census, additional racial categories, such as; “Hispanic or Latino” and “two or more races” 
(“Race and Hispanic origin,” 2016) were added, which shows how diverse society is becoming 
in the United States. Current U.S. demography indicates there are 76.9% Americans who identify 
as “white alone,” 13.3% Americans who identify as “Black or African American,” 1.3% 
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Americans who identify as “American Indian or Alaska Native,” 5.7% Americans who identify 
as “Asian alone,” 17.8% Americans who identify as “Hispanic or Latino,” and “2.6% Americans 
who identify as “two or more races” (“Race and Hispanic origin,” 2016). A census has not been 
performed for 2017-2018, but the population estimate of people living in the United States as of 
July 2017 is 325,719,178 (“Race and Hispanic origin,” 2016). Based on these statistics, the 
context of diversity in the United States is constantly evolving which promotes the need for 
diversity education and training.  
Diversity Education in Academic Settings 
There is growing recognition that in our diverse society, members are often 
underrepresented, such as “women, racial and ethnic minorities, people with disabilities, and 
other nondominant group members” (Bell, Connerley, & Cocchiara, 2009, p. 597). Additionally, 
individuals are often resistant to diversity initiatives (Bierema, 2010). When it comes to diversity 
training in the U.S., resistance often exists, but trainers have the potential to encourage diversity 
values in the workplace (Karp & Sammour, 2000). Consequently, such attitudes and lack of 
diversity knowledge will not prepare college students for the workforce, especially since our 
society often leads to discrimination and inequality among employees (Bell, Connerley, & 
Cocchiara, 2009). In fact, Jayakumar (2008) conducted a study that focused solely on white 
student’s exposure to college diversity and found that most have had limited interactions with 
people of different racial and ethnic backgrounds. The proven lack of interaction, represented 
through surveys, led to discussions on how higher education can positively affect students when 
their environment promotes diversity and how diversity significantly influences students during 
their time in college, but also in the future workforce (Jayakumar, 2008). Furthermore, a director 
for cultural competence, Tharp (2012), recognizes that college students place importance on 
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diversity, especially in today’s growing society, but need to be properly guided to understand and 
appreciate those differences. Authors argue that society is continuously evolving, creating a need 
for diversity education and training, which should start with college students (Hite & McDonald, 
2010).  
Several researchers have emphasized the need for higher education to teach courses on 
multiculturalism and diversity to better prepare students to live and work in diverse 
environments (Hite & McDonald, 2010). It is believed that diversity education encourages 
students to “move beyond our comfort zones, have hard conversations, grow smarter and 
translate what we’ve learned into interventions that make the world a fairer place” (Consoli & 
Marin, 2016, p. 143). Diversity education is relevant to daily interactions on college campuses as 
well as future generations who start their careers. For example, a study that focused on business 
students suggests that diversity education increases an individual’s work ethic when their work 
environment is free from concerns such as harassment and discrimination (Bell, Connerley, & 
Cocchiara, 2009). Diversity education is necessary to establish and maintain respect in the 
workforce but also helps students to become better individuals, as they should be more aware 
and responsible towards creating a positive change in our society. Despite the need for diversity 
courses, it has been found that there is lack of diversity among faculty itself which often 
correlates to less support of diversity curriculum. Women and people of color are often 
underrepresented within business school faculties for example, despite being more likely to 
promote and teach diversity classes since men tend to be less supportive of diversity initiatives 
(Bell, Connerley, & Cocchiara, 2009). Additionally, having a combination of mandatory and 
voluntary classes sends a mixed message to students. If a diversity class is mandatory, it 
demonstrates that the topic should be taken seriously (Bell, Connerley, & Cocchiara, 2009). 
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However, if it is voluntary, students often believe the topic does not apply to them or their future 
careers.  
Other studies have sought to determine the number of campuses that require diversity 
courses besides business schools. According to the Association of American Colleges and 
Universities in 2002, “62% of the responding institutions either required a diversity course in 
their undergraduate curriculum or were in the process of developing a diversity course 
requirement” (Flowers, 2003, p.73). The Flowers (2003) study illustrates how diversity 
education is growing across the United States and evidence suggests that students who are 
encouraged to engage with individuals of diverse backgrounds will often have more respect for 
and willingness to interact with other cultures. This study also explored student affair graduate 
programs as these professionals will often interact with students from unique backgrounds 
through their own careers. Despite the importance of diversity education, it was found that these 
master students receive little training on how to work effectively with diverse student 
populations (Flowers, 2003). Flowers (2003) argues that a mandatory diversity course, along 
with an integration strategy, would provide student affair graduates the best opportunity to work 
with diversity on their college campuses.  
Knowledge, Attitudes, Skills 
 Within the context of diversity education, developing an individual’s knowledge, 
attitudes, and skills are critical components. Researchers believe these terms fall under the 
concept of ‘diversity learning,’ which consists of goals to “increase knowledge about diversity, 
to improve attitudes about diversity, and to develop diversity skills” (Kulik & Roberson, 2008, p. 
310). Diversity knowledge includes understanding how perceptions, especially stereotyping 
individuals or groups, strongly influences one’s attitudes and behaviors towards those who are 
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different from them (Kulik & Roberson, 2008). Developing diversity attitudes includes 
expanding individual and global attitudes towards certain diversity values or social groups, such 
as women, Blacks or African Americans, lesbians, and gays (Kulik & Roberson, 2008). Though 
this is important to address, diversity education has had mixed effects on attitudes toward 
specific groups. Finally, diversity skills include ways to efficiently work with others such as 
stronger teamwork and communication skills (Kulik & Roberson, 2008). Knowledge, attitudes, 
and skills are important attributes educators need to be aware of when planning and teaching 
education courses.  
Diversity Instruction  
The delivery of diversity education is extremely important to ensure students have the 
knowledge, attitude, and skills necessary to feel comfortable in a diverse environment. There are 
three common factors that have been identified as necessary for a successful diversity course: the 
credibility of the teacher(s), climate of the classroom, and the content of the diversity course 
(Consoli & Marin, 2016). Best practices for teaching diversity courses include nontraditional 
methods of teaching such as “discussion rather than solely lecture…journaling, case studies, 
immersion learning, team projects, and service learning” (Consoli & Marin, 2016, p. 146). Along 
with encouraging nontraditional methods of instruction, researchers Consoli and Marin (2016) 
conducted focus groups of graduate students who took required and elective diversity courses. 
They discovered seven themes related to teaching diversity based on their graduate student’s 
experience. These themes include: instructor characteristics and their teaching methods, the 
importance of peer interaction and having a diverse class climate, the uniqueness of courses 
based on diversity, consideration of graduate course requirements, improving future diversity 
courses for graduate students, and the overall impact on these students (Consoli & Marin, 2016). 
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The themes discovered in this study are significant to future required graduate diversity courses, 
but the researchers also noted how these students started the class with various levels of 
motivation, experience with diversity, and sense of identity which contributed to the course 
outcome. In addition, encouraging group participation and a respectful environment throughout 
the course is important for diversity learning to occur (Consoli & Marin, 2016). 
Thomas, Tran, and Dawson (2010) propose an “alternative approach” to teaching 
diversity, regardless of instruction occurring in a classroom or workplace setting. Their approach 
to diversity education is teaching through the “lens of privilege, oppression, and identity in order 
to educate about diversity and promote multicultural competence as well as inclusion” (Thomas, 
Tran, & Dawson, 2010, p. 296). Their focus is on the structure and delivery of diversity content 
for the purpose of promoting diversity learning inclusion. The authors believe diversity 
instruction is most effective when instructors encourage self-awareness, discussions of 
similarities and differences, role play scenarios, and facilitate discussion among groups (Thomas 
et al, 2010). Other researchers agree that instructors play an important role in building a 
community that focuses on inclusive learning (Chapman & Gedro, 2009). But the most effective 
way to build community and create an environment conducive to learning is when both 
instructors and their students learn to embrace diversity within their own classroom by creating 
social interactions, building relationships, and communicating with each other (Chapman & 
Gedro, 2009). Therefore, diversity instruction should include several approaches to learning in 
addition to creating a safe and respectful environment for both students and instructors.  
Diversity Training in the Workforce 
 Diversity training is crucial to stop discrimination from occurring in work settings 
(Bezrukova, Jehn, & Spell, 2012). For example, “The U.S. Equal Employment Opportunity 
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commissions (EEOC) reported 99,992 workplace discrimination filings in the private sector 
during the 2010 fiscal year” which suggests inequities based on “age, race, gender, and other 
factors remains a major workplace problem despite the civil rights and related social movements 
of the past few decades” (Bezrukova, Jehn, & Spell, 2012, p. 207). Given the prevalence of 
workplace discrimination, diversity training may have the potential to address such social 
concerns (Bezrukova, Jehn, & Spell, 2012). Bezrukova, Jehn, and Spell (2012) believe diversity 
training is different from other training programs as it has the potential to challenge how one 
perceives their surroundings and handle issues they consider as emotional or personal. Typically, 
attitudes and perspectives of diversity are shaped before training which often contributes to 
diversity training being more emotional and politically focused than other forms of training 
(Bezrukova, Jehn, & Spell, 2012). Due to these challenges, the most vital objective for this type 
of training is for individuals to learn how to work positively with people different from 
themselves which will contribute to the success of those individuals as well as the organization 
(Bezrukova, Jehn, & Spell, 2012). After reviewing several case studies on diversity training, 
researchers found that an optimistic and inclusive approach to diversity training will be accepted 
more by employees rather than focusing on a specific diverse group (Bezrukova, Jehn, & Spell, 
2012). 
 Other researchers believe diversity training is often overlooked by organizations because 
there is a lack of research on how to design this type of training and how “the evidence of its 
positive impact on organizational performance is far from conclusive” (Alheji, Garavan, 
Carbery, O’Brien, & McGuire, 2016, p. 96). To better understand diversity training outcomes, 
Alheji, Garavan, Carbery, O’Brien, and McGuire (2016) focused on the following theoretical 
perspectives: business case, social justice, and learning. For examples in business cases, 
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organizations have been reluctant to invest in diversity training due to unknown benefits, 
especially because it is difficult to measure the return on investment. Along with considering the 
value of diversity training, business tends to anticipate the social justice outcomes of such 
training, which is relevant to maintaining equal opportunity for employees and will challenge 
“organizations to address residual racism, gender exclusion, religion intolerance, and intolerance 
of lesbian, gay, bisexual, and transgender (LGBT) employees” (Alheji et al, 2016, p. 98). 
Organizations who utilize the social justice perspective would show employees how they are 
supported by their organization Finally, the learning perspective includes many characteristics, 
but represents how the culture of each organization will influence employees’ behaviors and 
make them aware of their privilege. Therefore, authors believe these three perspectives will 
heavily influence the creation of diversity training, but more research is needed to determine the 
long-term effects of the training’s outcomes (Alheji et al, 2016). 
Another concern regarding diversity training in the workforce is resistance from 
employees. Resistance occurs in the workforce when individuals with visible differences can be 
viewed as not belonging to the homogeneous dominant group and the increasing pressures for 
diversity are often perceived as threats to the dominant group (Dass & Parker, 1999). To address 
these views, organizations should not just use a single approach, but encourage a transition from 
resistance to a learning perspective. For this transition to occur, the learning perspective includes 
active diversity initiatives, policies, and training in organizations (Dass & Parker, 1999). Other 
researchers have expanded this learning perspective by arguing how there are two themes for 
creating an effective training program. This type of program would include “increasing 
managers’ awareness of the legal and policy aspects of diversity. The second approach is focused 
on increasing the straight, white, American males’ (SWAM’s) sensitivity to the concerns of 
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people in groups different from their own” (Karp & Sammour, 2000, p. 453). Furthermore, there 
are several ways to deal with resistance if it were to occur during training, like; creating a 
contract with the participants and setting reasonable guidelines (Karp & Sammour, 2000). 
Trainers and managers should also show employees how to go about saying or doing things 
rather than lecturing them about diversity Training points need to be made transparent to 
employees and the trainer should work with any resistance by asking employees to explain their 
opinions which can promote group discussions (Karp & Sammour, 2000). Researchers believe 
resistance will most likely happen in any diversity training, therefore, it is important to 
encourage open discussions, collboration, and respect. Despite these concerns, if diversity 
training is run efficiently, it can lead to improved communication skills among groups, minority 
retention in the organization, and stronger sense of inclusiveness (Thomas et al, 2010). 
Diversity in the HRD Field  
Hite and McDonald (2010) believe the human resource development field is directly 
connected to diversity due to “its commitment to the development of people as well as systems, 
including responding to societal needs, developing proactive interventions, and helping people 
maximize their professional potential” (p. 284). Furthermore, several researchers believe 
diversity instruction in HRD can become a tool to encourage and facilitate changes in both 
behavior and perspectives among employees (Thomas et al, 2010). Though HRD journals have 
provided more research into diversity training, there has been limited literature that focuses on 
sexual orientation, especially when it comes to the “lesbian, gay, bisexual, and transgender 
(LGBT) communities” (Chapman & Gedro, 2009, p. 95). Chapman and Gedro (2009) argue that 
material should be provided on issues of LGBT in the HRD curriculum to help with 
preconceived biases and further prepare students entering this field as understanding sexual 
   19  
 
 
orientation for example, is very relevant to the current workforce. When it comes to providing 
diversity education and initiatives in the HRD field, the curriculum “should foster critical 
thinkers, ethical leaders, strategic planners, and savvy managers” to easily identify issues that 
arise, like with LGBT, and be effective in addressing such concerns (Chapman & Gedro, 2009, 
p. 100).  
Though the world is diversifying, and globalization is occurring, diversity training in the 
HRD field is lacking in producing successful outcomes and considered a low priority for 
academic HRD training (Bierema, 2010). According to Bierema (2010), 
 “Graduates of HRD programs will be expected to be versed on issues of diversity and 
multiculturalism and be able to make effective interventions to address inclusion and a 
diversifying, global workforce. Diversity is a core competency for HRD professionals, 
yet the Academy of Human Resource Development (AHRD) gives teaching of diversity 
in the college classroom little attention and few HRD academic programs have courses 
relating to diversity or multiculturalism, and even fewer require such courses as part of 
their core curriculum” (p. 5). 
 Though diversity is covered in some HRD courses, a study conducted by Kuchinke (2002) on 
HRD graduate curriculum discovered that “instructional design (78 percent) and instructional 
delivery and evaluation (both 75 percent) lead the list as the most frequently addressed 
areas…fewer programs addressed strategic and economic issues related to HRD (42 percent and 
27 percent, respectively); this was also true for diversity (44 percent) and international HRD (35 
percent)” (p. 138). Based on Kuchinke’s (2002) research, diversity education is not engrained in 
HRD graduate program’s core curriculum, which further creates a “gap between graduate 
education and emerging professional roles” (p. 140). Bierema (2010) argues this gap is caused by 
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limited HRD resources, such as; workshops for professional development, journals on diversity 
pedagogy, guidelines for diversity curriculum and instruction, and textbooks that focus on 
diversity content. Additionally, studies have discovered that HRD literature does not consistently 
focus on issues of workplace equity, social justice, gender, power, privilege, promotion of 
diversity, and other sensitive topics, like; “sexism, racism, patriarchy, heterosexism, or violence” 
(Bierema, 2010, p. 7). Despite the lack of HRD literature on diversity, Bierema (2010) argues 
that diversity courses should be created and included as required curriculum in academic 
programs, specifically for HRD students. Along with making diversity education required, there 
needs to be literature as well as tools that provide educators with the means to address several 
topics of diversity throughout the curriculum and instruction (Bierma, 2010). Finally, by 
including diversity in HRD curriculum, it will prepare students entering the field to create future 
diversity training offerings, especially since training is a common intervention tool to address 
diversity issues that arise in the workplace (Bierema, 2010).  
Teaching Diversity in HRD Curriculum  
Since HRD roles relate to interacting with a diverse labor force, researchers have 
proposed the question: “what are we doing to prepare our students not only to live and work in a 
diverse world but also to contribute to building more inclusive systems as HRD scholars and 
practitioners?” (Hite & McDonald, 2010, p. 283). The answer to such a significant question is to 
provide diversity education in both HRD undergraduate and graduate courses (Hite & 
McDonald, 2010). Since the 2000s, AHRD conferences and articles have advocated for adding 
diversity to the curriculum. However, research has found that though diversity is not completely 
absent from curriculum, there are few resources that connect diversity in organizations to 
effectively prepare HRD students (Hite & McDonald, 2010). This lack of diversity education in 
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HRD graduate programs has led to concerns by current HRD practitioners. Hite and McDonald 
(2010) argue that for HRD graduates to be prepared in their future positions, they must be 
understanding of diversity issues and have applicable skills to help sustain diversity initiatives 
even after training has occurred  Research into a diverse labor force, along with practitioner’s 
experiences, have made it clear that diversity is a continuous trend and crucial for a successful 
HRD professional, which is why required diversity education is an important component of HRD 
curriculum (Hite & McDonald, 2010).  
Researchers Hite and McDonald (2010) recognize that there are challenges, like 
resistance from students, when it comes to teaching diversity, but are adamant about the 
importance of providing the education. To deliver this education, Hite and McDonald (2010) 
encourage instructors towards “balancing self-reflection with factual subject matter (e.g., 
theories, models), creating a supportive learning environment that also prompts students to 
stretch beyond their comfort zones, and determining how to appropriately assess performance” 
(p. 289). Alfred and Chlup (2010) agree with Hite and McDonald approach in that HRD 
instructors should also examine their own beliefs before teaching diversity in their course and 
allow for topics like racism to be brought up by students. Alfred and Chlup (2010) encourage 
instructors to be prepared for resistance from students by encouraging them to understand each 
other’s perspectives and working together towards eliminating racism in all settings.  
To help students better understand issues of diversity and race, students should be 
required to “conduct research and participate in theory-building endeavors related to race and 
diversity issues. When students begin to conduct their own research, conversations naturally 
develop, and students become coinstructors in the process of addressing race and diversity across 
the HRD curriculum” (Alfred & Chlup, 2010, p. 343). Another strategy to teaching diversity as 
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part of the HRD curriculum is focusing on an inclusive strategy which combines diversity and 
inclusion (Thomas et al, 2010). Focusing on inclusion is part of “an education and teaching 
strategy that intentionally seeks to promote a value for inclusion and secondly that reduces 
diversity resistance by minimizing focus on comparisons and a difference-based approach to 
teaching about diversity and instead highlights commonalities” (Thomas et al, 2010, p. 298-99). 
Based on this strategy, there are several recommendations for designing an effective course, to 
include: design the agenda with inclusion in mind, be unafraid to talk about privilege, provide an 
experienced instructor or use a team approach, and expand the literature to provide different 
voices (Thomas et al, 2010). For the team approach, the researchers encourage creating a 
culturally diverse team who will be able to focus on increasing diversity competencies in a safe 
environment (Thomas et al, 2010). This type of approach can help students be more aware of 
diversity concerns and generate opportunities to establish relationships with other students based 
on support and equity. It is important to note that whoever becomes an instructor or is part of a 
team approach must be knowledgeable about the subjects but understand their own biases and 
perspectives of diversity before teaching others about diversity and inclusion (Thomas et al, 
2010).   
After deciding to use an individual instructor or team approach to teaching diversity, 
there are several models that educators should keep in mind when focusing on “diversity 
development” (Bierema, 2010). These models include “Bennett’s Developmental Model of 
Intercultural Sensitivity (DMIS)” (Sinicrope, Norris, & Watanabe, 2007) and “contact hypothesis 
model” (Bierema, 2010). For DMIS, it explores how individuals react to differences in cultures 
and how their responses will change over time through education and training (Sinicrope, Norris, 
& Watanabe, 2007). It focuses on six stages of diversity development which includes “denying 
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difference; defending against difference; minimizing difference; accepting difference; adapting 
to difference; and integrating difference” (Bierema, 2010, p. 12). These six stages range from 
least to most culturally aware and model the progress towards intercultural awareness (Sinicrope, 
Norris, & Watanabe, 2007). Communication skills should be developed by which instructors 
provide opportunities for face-to-face interactions, conversations with diverse partners, 
multiculturalism discussions, and interviewing people from different cultures (Sinicrope, Norris, 
& Watanabe, 2007).  
As for the “contact hypothesis model,” prejudice in groups can be reduced through 
conditions that encourage interactions (Bierema, 2010). Such conditions include, “equal status 
among group members; positive perceptions between groups; involvement of other majority 
group members; activities requiring intergroup cooperation; interdependence; more intimate than 
casual contact; and pleasant and rewarding social climate” (Bierema, 2010, p. 11). Development 
of diversity competencies can be challenging to teach, but researchers believe that if HRD 
programs are not preparing their students to support marginalized individuals in future 
organizations, then the field will not succeed in promoting its “humanistic and developmental 
vision” (Bierema, 2010, p. 11).  
Research Gap  
 Currently, there is little research on graduate level diversity courses despite some 
colleges establishing courses for undergraduates. There is also little research to examine the 
effects of mandatory courses and training on the workforce. There is more literature that supports 
the ways diversity education can foster positive societal changes, both on campuses and within 
organizations, but measuring effectiveness is challenging. Other researchers have suggested 
conducting long term study that tracks students who have taken diversity courses against those 
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who are the control group (Bell, Connerley, & Cocchiara, 2009). Additionally, some researchers 
focus on the benefits after diversity education, but do not provide guidelines on how to create 
observable outcomes for programs or what type of evaluations would be most valuable. Though 
there is some literature to support including diversity education to higher education’s required 
curriculum, there are gaps on how to efficiently teach these courses or determine the long-term 
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CHAPTER 3: METHODOLOGY 
 The current research study utilizes a mixed method survey approach to determine AHRD 
alumni’s perspective on workplace diversity trends and their preparation to work in diverse work 
environments through training or formal education. Participants also provided their 
recommendations and suggestions based on their experience in the AHRD field about ways to 
strengthen AHRD students’ diversity education in preparation for their careers after graduation. 
This methodology section will include a discussion of the research design used in this study, the 
population and sample, instrumentation, data collection and procedures, data analysis, and 
human subjects’ protections.  
Research Design 
A mixed methods survey approach was employed to collect and analyze a mix of 
quantitative and qualitative data provided by AHRD alumni. A mixed methods approach 
provides a stronger understanding of the subject and its context as well as generating confidence 
for the data conclusions based on the evaluation component (Johnson, Onwuegbuzie, & Turner, 
2007). In a mixed methods approach, researchers collect data by using various approaches and 
strategies which results in several strengths and nonoverlapping weaknesses (Johnson & 
Onwuegbuzie, 2004). Johnson and Onwuegbuzie (2004) identify several advantages of using a 
mixed methods approach, such as; “it is useful for describing complex phenomena, provides 
understanding and description of people’s personal experiences of phenomena, can determine 
how participants interpret ‘constructs,’” and “determines idiographic causation (i.e. 
determination of causes of a particular event” (p.20). Despite many strengths, there are certain 
drawbacks associated with the use of mixed methods research, like how findings may not be 
generalized in relation to other individuals and environments, it can be more problematic to test 
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hypotheses and theories, data analysis can often be time consuming, and results could be 
influenced by the researcher’s biases (Johnson & Onwuegbuzie, 2004, p. 20). Though there are 
weaknesses of the approach, there is value in using a mixed methods approach as it relates to the 
current study. 
Mixed Methods Diversity Scholarship  
Pitts and Wise (2010) encouraged the use of mixed methods after conducting meta-
analysis of the use of mixed methods and diversity scholarship since 2000. After collecting and 
evaluating articles focusing on diversity in the workforce, they discovered that researchers of 
such articles need to collect more data about diversity trends and should include more qualitative 
methods since most of the articles focused solely on quantitative methods. Pitts and Wise (2010) 
believe that the lack of qualitative data can limit the researcher’s ability to comprehend the 
relationships that emerged from the study. By only using quantitative data, the study’s dynamics 
are not fully captured since “the casual mechanisms underlying the relationships between 
diversity, diversity management, and organizational outcomes are contingent and very complex” 
(Pitts & Wise, 2010, p. 62). Therefore, Pitts and Wise suggest researchers conducting case 
studies use mixed methods because of its potential to collect qualitative data and support 
quantitative researchers to identify the appropriate variables needed in the study.  
For this research study, data was collected through a survey which included a mix of 
quantitative and qualitative questions. Along with using mixed methods in designing the 
questions, there are advantages to including surveys as part of a research design. First, data 
collected from the participants will lead to the description of some characteristics, like; “abilities, 
opinions, attitudes, beliefs, and/or knowledge of the population of which that group is a part” 
(Fraenkel & Wallen, 2009, p. 390). Second, information is collected by asking questions of 
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members from a group, which will then establish data for a study (Fraenkel & Wallen, 2009). 
The design of the survey was based on the following research questions: 
RQ1: What percentage of AHRD alumni have taken a diversity course as part of their 
formal education? 
RQ2: For those alumni who have taken diversity courses in higher education, how has 
that experience help prepare them for their careers? 
RQ3: In what areas related to human diversity are AHRD alumni least and most 
knowledgeable? 
RQ4: Based on experiences in the field as a professional, how can graduate education 
best prepare students for the actualities of work in a diverse environment? 
RQ5: How do alumni’s current organizations define diversity and how important is it? 
RQ6: How often do alumni participate in diversity training as part of their current roles? 
RQ7: How does globalization affect AHRD alumni’s current position? 
Furthermore, as shown in Table 2, each of the online survey questions provided insight into these 













Research and Survey Questions  
Research Questions (RQs) Survey Questions Relevant to RQ 
RQ1: What percentage of AHRD alumni have 
taken a diversity course as part of their formal 
education? 
1 
RQ2: For those alumni who have taken diversity 
courses in higher education, how has that 
experience help prepare them for their careers? 
2 
RQ3: In what areas related to human diversity 




RQ4: Based on experiences in the field as a 
professional, how can graduate education best 
prepare students for the actualities of work in a 
diverse environment? 
 
4, 10, 11, 12, 13 
RQ5: How do alumni’s current organizations 
define diversity and how important is it? 
 
7 & 9 
RQ6: How often do alumni participate in 
diversity training as part of their current roles? 
 
5,6, 8 
RQ7: How does globalization affect AHRD 
alumni’s current position? 
14 & 15 
 
To answer the research questions, a survey was the best option to collect data from 
AHRD alumni since phone interviews and focus groups would have been difficult to organize 
based on alumni’s busy work and personal schedules. Despite alumni’s busy lifestyles, other 
researchers often use surveys as the best means to collect data. For example, Jayakumar (2008) 
conducted a study that focused solely on white student’s exposure to college diversity as he 
believed most of them have had limited interactions with people of different race and 
backgrounds. The proven lack of interaction, represented through survey responses, led to the 
discussion on how colleges can positively affect students when their environment promotes 
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diversity. Though this article focused on undergraduate students, it represents how effective 
surveys are in encouraging honest opinions from the participants. Another survey study, 
conducted by the Campus Assessment Working Group (CAWG) at the University of Maryland, 
reached out to its alumni about their perspectives of diversity based on their undergraduate 
experiences (Alumni Perceptions of Diversity, 2015). The Campus Assessment Working Group 
perception study and research questions of this study led to the creation of open and close-ended 
questions for AHRD alumni which resulted in quantitative and qualitative data.   
Population and Sample  
The target population for this study included alumni of the AHRD graduate program at 
James Madison University. AHRD alumni were selected as they have the most experience with 
diversity trends in the workforce and can provide insight regarding ways to best prepare AHRD 
graduate students for their careers based on their current workplace experiences. For inclusion in 
the study, participants must have graduated from the AHRD program within the last five years, 
specifically from 2012 to 2017. The total number of participants in this study was thirty-one, 
representing a 56 % response rate. AHRD program alumni tend to work in the Human Resource 
Development (HRD) field and are between the ages of 21 to 35 years old. Current AHRD 
graduate students were not included in this study because most do not have a wide range of 
workforce experiences as do the alumni who have been working in the field as professionals.  
Instrumentation  
The data collection instrument for the current study was an anonymous online survey sent 
to AHRD alumni through social media, specifically LinkedIn. The online survey had a total of 
twenty-one questions (see Appendix D for Survey Questionnaire) and began with questions that 
focused on alumni’s formal college education experiences Fifteen questions from the survey 
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provided a mix of quantitative and qualitative findings. The remaining six questions ended with 
demographic questions which included the participant’s gender, age range, race and ethnicity, 
level of education, current employment status, and political affiliation. The survey took between 
fifteen to twenty minutes for alumni to complete. Open-ended questions were used the most to 
encourage individualized answers (Frankel, Wallen, & Hyun, 2012). An example of an open-
ended question included; “how diversity is defined at your organization” and “how important 
diversity is to your current position?” Along with five open-ended questions, there were ten 
close-ended questions and three rating questions. An example of a rating question is “on a scale 
of 0 to 5, with 5 being the highest, how prepared do you feel interacting with diversity after 
graduating college?” These rating questions were used in the survey to produce quantitative 
results. 
The survey was confidential, and the data collected was based on anonymous 
perspectives from AHRD alumni. Research has shown that if a survey is considered sensitive, 
participants initially have a low willingness to respond but the concerns elevated by the topic 
itself can be reduced by assuring participants of the survey’s confidentiality which can increase 
the survey’s response rate (Singer, Hippler, & Schwarz, 1992). The survey was designed with 
confidentially in mind as diversity can be a sensitive topic to discuss, therefore; it encouraged 
alumni to provide honest answers about their AHRD experience as well as current diversity 
trends in the workforce.  
 After reviewing the literature, I decided to develop a new survey instrument to answer 
my research questions because any existing instruments were not appropriate. Some of the 
questions were adapted from a published survey conducted by the Campus Assessment Working 
Group (CAWG) at the University of Maryland regarding their alumni’s perceptions of diversity. 
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Because the survey I developed had not been previously used, efforts were made to strengthen 
the validity and reliability of the survey instrument. The survey was pilot tested with a small 
group of current students and reviewed by AHRD faculty members. When designing the 
instrument, I was aware of leading questions, specifically when creating the open-ended 
questions as they can be more difficult to comprehend, harder to score, and there are various 
responses received (Frankel, Wallen, & Hyun, 2012). This survey focuses on content-related 
evidence of validity since the questions represent the data that was assessed, and the content was 
appropriate (Fraenkel & Wallen, 2009). Additionally, the survey questions were arranged by 
specific categories for assessment. These categories include: formal college education, AHRD 
graduate experience, workplace experience, perspective of diversity, and demographics. As for 
reliability of the survey, it is difficult to determine the consistency of the data as it was only 
taken once by the participants.  
Data Collection and Procedure 
 After receiving Institutional Review Board permission to begin the study (see Appendix 
A for IRB Application and Approval), I contacted the AHRD alumni through social media. The 
social media used for survey distribution was LinkedIn, a professional networking website 
designed to connect potential employees with organizations. LinkedIn was used to distribute the 
survey link because the AHRD program alumni belong to a private group to share resources, 
network, and stay connected. An invitation to participate in the survey with a consent form was 
shared on the group page (see Appendix C for LinkedIn Web Post). If alumni chose to 
participate, they had to read the consent form on the post, agree to participate in the study, and 
click on the link to start the survey (see Appendix B for Consent Form). The survey was open 
from December 2017 to February 2018. During that time frame, alumni were sent reminders to 
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participate in the study as there were fewer than five responses during the first two weeks that 
the survey was open. However, by the time the survey was closed, there were thirty-one 
responses from AHRD alumni. Though there were thirty-one participants in the survey, not 
every question received thirty-one responses as some were not answered by alumni since it was 
not mandatory to answer every question. After the survey was closed, Qualtrics provided a report 
breakdown of each question that led to an in-depth data analysis of the responses. Qualtrics is a 
software system that allows the researcher to organize the survey process through creating and 
distributing surveys, collecting data for reports, and providing analysis of the data (“Research 
and Assessment,” 2017).  
Data Analysis 
 The quantitative data analysis for this study included primarily descriptive statistics and 
was analyzed using Qualtrics. Descriptive analysis techniques were used because they are often 
used to document the specific situation, occasion, or conditions of the subject at hand (Fraenkel 
et al, 2012). Charts and graphs were used to illustrate measures of central tendency, or averages, 
such as the mean and mode of responses.  
 The qualitative data analysis included data reduction of the open-ended survey responses. 
The qualitative data collected in the current study was analyzed using Microsoft Word. 
Qualitative data analysis involved first reviewing the open-ended survey responses to become 
familiar with participant’s responses and to begin seeing patterns. Next, I generated an initial list 
of codes using inductive coding to construct themes. Coding was conducted in partnership with 
my research chair to mitigate bias.  
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Protection of Human Subjects 
 Protection of human subjects was fully taken into consideration (see Appendix A for IRB 
Application and Approval). The researcher did not perceive any risks associated with 
involvement as participation was voluntary and the survey was completely anonymous. Due to 
the nature of the anonymity for this survey, combined with the use of qualitative and quantitative 
designed questions, these factors were intended to encourage participants to provide thoughtful 
and honest answers to what can be considered a sensitive topic to discuss. Therefore, a mixed 
methods approach was the best method to utilize as the data produced from the survey positively 
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CHAPTER 4: DATA ANALYSIS 
This study includes quantitative and qualitative data obtained through a mixed methods 
survey. Due to the mixed methods design, the data analysis procedure involved a convergent, or 
triangulation, approach in which data was collected through a twenty-one-question survey using 
Qualtrics. Thirty-one AHRD alumni participated in this survey and their feedback provided 
insight into current workplace diversity trends as well as suggestions for diversity initiatives to 
be included in higher education to better prepare students entering the workforce. The following 
section will address the triangulation approach, demographics, and alumni’s responses to the 
survey questions by connecting them to the seven research questions (RQs) of the study.  
Mixed Methods Design   
As part of a mixed methods research design, the data analysis portion focused on a 
triangulation approach. This approach is based on the perspective that qualitative and 
quantitative methods should be regarded as complementary forces rather than rival entities (Jick, 
1979). Triangulation encourages researchers to use more than one method, such as quantitative 
and qualitative, to assist in the “validation process to ensure that the variance reflected that of the 
trait and not of the method. Thus, the convergence or agreement between two 
methods…enhances our belief that the results are valid and not a methodological artifact” (Jick, 
1979, p. 602). By combining two methods, it provides stronger interpretations of data and even if 
unique viewpoints arise, it allows theories to be reimagined (Jick, 1979). Additionally, this 
approach can assist with any subject matter in variety of levels which can improve the quality of 
the data collected and accuracy when it comes to the researcher’s interpretations of data 
(Fraenkel & Wallen, 2009).  
 




 Demographics did not play a key factor when shaping the research questions however 
they provide a broader understanding of the AHRD alumni who participated in this study. The 
participants’ gender is illustrated in Table 3 in which female participants made up 86% of the 
respondents and male participants made up 14%. As for age ranges, most participants fell within 
the range of 25 to 30 years of age which comprised 62% of the data pool. There were no 
participants under the age of 18 since this study was for alumni of the AHRD master program 
who are typically older than 21 years of age when they graduate. There were also participants 
who fell within the age range of 35 and older. As for highest level of education, 29 out of the 31 
participants currently have a master’s degree, but none have gone on for additional degrees. 
Furthermore, 29 out of the 31 participants are employed full time. The study’s demographics are 

















































 Asian/Pacific Islander 
 American Indian/Alaska Native 
 Black/African American 
 Hispanic/Latino(a) 
 Middle Eastern 





















Highest level of education 
 Less than high school 
 High school graduate 
 Some college 
 2-year degree 



















What is your current employment 
status? 
 Employed full time 
 Employed part time 
 Unemployed looking for work 
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RQ1: What percentage of AHRD alumni have taken a diversity course as part of their 
formal education? 
 To answer this research question, survey question one asked alumni if they were required 
to take a diversity course as part of their formal college education, which included undergraduate 
education. Thirty out of thirty-one participants answered the question and the results are 
displayed in Figure 2.1 below.  
 
Figure 2.1: Requirements for Diversity Education 
Based on alumni’s responses, 63.33% were not required to take a diversity course, 
16.67% were required, with 20% answering “maybe” and “unsure.” Since over half of alumni 
were not required to take a diversity course in their formal college education, mainly from 
undergraduate careers as mentioned in the qualitative survey responses, this data highlights the 
need for graduate programs to provide those courses to prepare students to work in a diverse 
setting. 
N=30 
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RQ2: For those alumni who have taken diversity courses in higher education, how has that 
experience helped prepare them for their careers? 
 Survey question two correlates to this research question as it asked alumni to answer if 
they took a diversity course as part of their formal college education, did they find it helpful in 
their future career? Why or why not? As an open-ended question, there were mixed responses, 
but the most common theme was how a diversity course was considered helpful in future careers. 
These courses were viewed as beneficial as alumni stated how it encouraged them to gain a 
“broader understanding of the multiple identities diversity can encompass,” “made me 
enlightened about social issues prevalent in our society,” and expanded their “knowledge of 
other races and cultures. It also helped me to realize that not everyone’s voice is always 
represented and to think of ways to get everyone’s voice at the table.” Several alumni mentioned 
how such a course raised their awareness of diversity, especially how to be respectful of different 
cultures, genders, race, ethnicity, sexual orientation, etc. Due to taking a diversity course, alumni 
felt more confident in their ability to convey respect for those differences and it prepared them in 
their career when working with individuals from diverse backgrounds. Additionally, several 
alumni mentioned how these diversity courses were taken in their undergraduate education but 
were not required as part of the AHRD graduate program.  
RQ3: In what areas related to human diversity are AHRD alumni least and most 
knowledgeable? 
Survey question three asked alumni to reflect on their AHRD graduate experience with 
how frequently they were informed of different areas of diversity. These areas included social 
justice/privilege, socio-economic status, sexual orientation, religion and spirituality, political 
views, race/ethnicity/culture, gender, disability, education level, and age. This question was 
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based on a five-point likert scale where alumni could rate each area with the choice “very 
frequently, frequently, occasionally, rarely, and never” for how informed they were regarding 
different areas of diversity. For the purposes of this analysis, very frequently/frequently 
percentages were combined, occasionally scores were removed, and rarely/never percentages 
were also combined. By combining these scores, it allowed the researcher to have a better 
understanding of where students felt the most and least knowledgeable in key areas of diversity 
based on the AHRD graduate experience. The areas of diversity where alumni feel the most 
knowledgeable is illustrated in Table 4.  
Table 4 
Most Knowledgeable Areas of Diversity  
 Areas of Diversity Very Frequently/Frequently 
Social Justice/Privilege  17.27 
Socio-economic status 25 
Sexual Orientation 6.9 
Religion & Spirituality  13.79 




Education Level  42.83 
Age 39.38 
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AHRD alumni feel the most knowledgeable about “education level” and “age” followed 
by a tied score for “race/ethnicity/culture” and “gender.” This data was not surprising given the 
AHRD program often discusses age and education level of learners as it is important to keep in 
mind when designing the training curriculum for organizations. Though the James Madison 
University HRD program has the perspective that they infuse diversity throughout the curriculum 
and it is working to some extent, the data shows there are key areas that are missing based on 
AHRD alumni’s feedback. As seen in Table 5, there are several areas of diversity where alumni 
feel the least knowledgeable. 
Table 5 
Least Knowledgeable Areas of Diversity 
 Areas of Diversity Rarely/Never 
Social Justice/Privilege  48.27 
Socio-economic status 32 
Sexual Orientation 48.27 
Religion & Spirituality  51.72 




Education Level  13.79 
Age 20.69 
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Based on the data gathered, AHRD alumni feel the least knowledgeable about “social 
justice/privilege, sexual orientation, religion/spirituality, and political views.” The largest gap in 
the data came from “sexual orientation” as it received a 6.9 score for very frequently/frequently 
and a 48.27 score for rarely/never informed of this area of diversity. Based on this information 
and qualitative responses, alumni would have felt more prepared entering the workforce if they 
were informed of all areas of diversity in the AHRD program, not just education level and age.  
RQ4: Based on experiences in the field as a professional, how can graduate education best 
prepare students for the actualities of work in a diverse environment? 
 Survey questions four, ten, eleven, twelve, and thirteen provided insight into this research 
question. Survey question four was a scaled question, with the scale being from 0 to 5, with 5 
being the highest, which asked alumni to rate how prepared they felt interacting in a diverse 
work environment after graduating from college. The data was analyzed utilizing Qualtrics 
which produced a mean score of 3.86 out of 5. Twenty-nine out of thirty-one participants 
answered this quantitative question which means those who responded felt somewhat prepared 
interacting in a diverse workplace but not completely prepared based on the mean score.  
For survey question ten, participants were asked to respond regarding the ways their 
graduate education could have better prepared them to succeed in a diverse work environment. 
These options included: “interacting on my own with JMU students different from me, taking 
more diversity-related courses through the AHRD program, working on AHRD group projects 
with students who are different from me, going to more diversity programming or initiatives 
hosted by JMU, study abroad opportunity, none of these would have helped, and none as I am 
adequately prepared.” Since alumni could choose multiple answers, it was not clear how many 
   42  
 
 
responded to this question. The bar graph in Figure 2.2 provides a breakdown by percentage of 
alumni’s responses.  
 
Figure 2.2: Options to Help Prepare Alumni in the Workforce 
Alumni’s primary suggestion, at 62.07%, was “going to more diversity programming or 
initiatives hosted by JMU.” The next highest suggestion for preparedness was tied at 44.83% 
which was “interacting on my own with JMU students different from me” and “taking more 
diversity-related courses through the AHRD program.” As for “study abroad opportunity” and 
“working on AHRD group projects with students who are different from me,” both were scored 
below 40%. Though there is a range of scores, less than 4% of alumni did not view these 
opportunities as helpful. These scores indicate that alumni believe diversity initiatives are helpful 
to prepare individuals entering the work force.  
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 Survey question eleven was a qualitative question which asked alumni if they believed 
AHRD students need to be aware of areas of diversity to help them be successful in their future 
careers. They were also encouraged to explain why or why not. Twenty-eight participants 
provided responses and only one alumni did not believe AHRD students need to be aware of area 
of diversity since they “did not feel as though the content we learned in our classes reflected 
what is needed to work with diverse populations.” Despite this perspective, twenty-seven 
participants said “yes” that AHRD students need increased awareness of areas related to 
diversity. Common themes from these responses included how knowledge of diversity will better 
prepare students to design curriculum and training for future clients, make them stronger HRD 
professionals, be aware of those from different backgrounds, and stay in tuned with the 
“increasingly global and diverse world.” One AHRD alumni stated that “it is more important 
than ever to have knowledge of diversity and how to navigate it in the workplace. As AHRD 
professionals, HR folks are the ones to set examples, handle complaints, develop training, 
identify needs, etc.” Additionally, other alumni wrote that “in a field of work where you are 
almost always interacting with other people, it is important to understand how others, as well as 
yourself, think and act in those settings” and “today’s workforce is not only changing but its 
becoming more global. Being able to work and understand a vast array of cultures can only 
benefit someone in any industry.” Several alumni noted that as AHRD professionals, one needs 
to be aware of diversity issues to find success in such a growing field. Therefore, graduate 
education can better prepare students for the workforce by creating required courses on diversity 
and/or incorporating several areas of diversity in current established courses.  
 Survey question twelve asked alumni to reflect on their experience in the workforce and 
answer if they would recommend diversity courses to be required within the AHRD program. 
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Based on twenty-nine out of thirty-one participants, 75.86% answered “yes,” 20.69% “maybe,” 
and 3.45% answered “no,” as represented by Figure 2.3. Based on these results, a majority of 
alumni respondents believe students will be better prepared for the actualities of work in a 
diverse environment by participating in AHRD supported diversity courses. Survey question 
twelve results are represented in Figure 2.3 below.  
Figure 2.3: Required Diversity Course for AHRD Graduate Program  
 Finally, survey question thirteen asked alumni what diversity initiatives need to be in 
place, if any, at the graduate level to better prepare students entering the workforce. As a 
qualitative question, there was a wide variety of responses from twenty-one out of the thirty-one 
participants. Most alumni agree that a graduate course specifically focusing on diversity would 
be the most helpful to prepare students entering the workforce. Based on this common theme, 
alumni suggested that a diversity graduate course concentrate on the following class topics, such 
as; “race, gender, cultural diversity, religion, societal issues, privilege,” “working with 
individuals of a lower socioeconomic needs to be a point of more emphasis,” and “awareness, 
N=29 
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inclusion, how to investigate and resolve discrimination claims in the workplace.” Alumni also 
believe there should be a focus on “understanding differences in thoughts, embracing other ideas, 
having difficult conversations,” and “accountability, professionalism, and respect when 
addressing and responding to discrimination, harassment, and disrespectful behavior,” as well as 
addressing “diversity of age, experience with technology, and gender in particular. Its important 
to talk through these things and have experience in how to handle them before you enter the 
workplace.” In addition, alumni recognize the AHRD program could benefit from a required 
diversity course as one stated “diversity in the workplace should be addressed in the AHRD 
program by utilizing problem-solving skills that employers have to use on a daily basis (ex. 
Gender identity discrimination). Becoming a HRD professional should include how modern 
problems are affecting the workplace and what can be done to resolve them.” Some alumni also 
suggested that the AHRD program “should enroll a more diverse set of students to increase 
exposure” and have a “partnership with university diversity initiatives.” Alumni’s experience in 
the workforce has exposed them to many aspects of diversity, especially concerns of 
discrimination and harassment. Based on this new knowledge, the AHRD graduate program has 
an excellent opportunity to learn from alumni and incorporate areas of diversity to help prepare 
students for the actualities of work in a diverse environment. 
RQ5: How do alumni’s current organizations define diversity and how important is it? 
 Responses to survey questions seven and nine provided insight into current diversity 
trends in the workplace. Survey question seven asked alumni how diversity is defined at their 
organization. Twenty-two alumni responded and provided a variety of answers. Several 
responses mentioned diversity is defined by race, ethnicity, gender, socio-economic status and 
background, sexual identity, national origin, age, disability, veteran/military service status, and 
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religion. One alumni expanded on these perspectives as “there are other aspects of diversity, 
including geographic location, education, and language that play a huge role when working for a 
global company.” Other responses mentioned that diversity equates to differences. For example, 
one alumni wrote diversity is defined as the “difference of ideas/opinions/thoughts, experience, 
backgrounds in addition to the traditional aspects (race, religion, gender, age, socioeconomic, 
political)” and “bridging differences to create inclusion.” Though there were many definitions 
provided, at least five responses stated they were not sure how it was defined, that it is not 
explicitly defined, and “I don’t think it is discussed (or defined) as often as it should be.” Based 
on the variations, it was made clear that there is not one definition for there is a range from 
specific to more broad definitions.   
Survey question nine asked alumni how important diversity is to their current position in 
the workplace. Alumni could choose between extremely important, very important, somewhat 
important, and not important. Twenty-nine alumni answered this question and their responses 
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Figure 2.4: Importance of Diversity in the Workforce  
Based on the findings, almost 75% of alumni believe diversity is extremely important or 
very important in their position. According to alumni, diversity is relevant to their current 
position which means graduate students would benefit from diversity education as it holds 
significance in the workforce. 
RQ6: How often do alumni participate in diversity training as part of their current roles?  
Survey questions five, six, and eight provided insight into workplace diversity training 
requirements. Survey question five asked alumni if they are required to participate in diversity 
training within their workplace. Twenty-eight participants responded to this inquiry and their 
answers are represented in Figure 2.5 below.  
N=29 
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Figure 2.5: Workplace Training Requirements  
Based on the data, 64.29% of alumni are not required to participate in diversity training at 
their current place of work. In comparison, 28.57% are required to take diversity training. 
Though our society is becoming increasingly more diverse, most alumni respondents are not 
required to participate in diversity training at their organizations.  
Survey question six asked alumni if diversity training is required in their workforce, how 
often do they participate in this type of training. Nine alumni responded and of those nine, only 
66.67% of alumni participate in diversity training once a year, followed by 22.22% every 1 to 3 
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Figure 2.6: Frequency of Workforce Diversity Training 
Finally, survey question eight asked alumni to rate on a scale from 0 to 5, with 5 being 
the highest, how diverse they view their immediate work setting. Twenty-eight alumni responded 
and there was a mean score of 2.86 out of 5. This score relates to how alumni work in diverse 
environments, yet over 64% are not required to participate in diversity training. Consequently, to 
better prepare students entering the workforce, graduate programs need to provide diversity 
education, especially since most organizations do not require diversity training. 
RQ7: How does globalization affect AHRD alumni’s current position? 
Survey questions fourteen and fifteen focused on alumni’s perspective of globalization in 
the workforce. Survey question fourteen asked alumni if they are currently working with 
international individuals, groups, and/or business. Twenty-nine participants responded, and their 
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Figure 2.7: Experience Working with International Organizations 
Based on the data, 55.17% of alumni interact with international organizations whereas 
37.93% do not. Even though AHRD students have not received much experience with diversity 
education or training, the reality is that over half of AHRD alumni are working across cultures 
and interacting with international individuals, groups, and/or business. 
 Lastly, survey question fifteen asked alumni what the challenges and/or benefits of 
working internationally. Twenty alumni responded to this question. Common themes around 
challenges included: language barriers, time zones, and cultural/societal differences. Alumni 
stated it can be difficult to be “aware of cultural norms. What’s acceptable to us, may not be to 
them-for example, hand gestures or certain pronunciations of words” and “time zones can be 
challenging to work with, when you are trying to meet with someone who lives half way across 
the world. There are also language and education barriers.” Alumni also provided insight into the 
benefits of working with international people. Several alumni believe benefits include gaining 
new perspectives, working with variety of individuals, and “having a more worldly view of 
N=29 
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people, and understanding people of other cultures.” Alumni also believe skills can be gained, 
such as; “diverse problem solving and critical thinking,” “experiencing and learning from other 
cultures, forming global connections,” and “learning about the world outside of your current 
environment, and the cultural and societal differences in those areas.” Alumni’s experience 
working with international organizations and individuals further highlights the need for graduate 
programs to provide diversity education since globalization is a growing workforce trend and 
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CHAPTER 5: DISCUSSION AND CONCLUSION 
 The purpose of this study was to explore AHRD alumni’s perspectives on their current 
context of workplace diversity and their educational preparation for work in a diverse and global 
environment. Alumni were asked to respond about their formal college education preparation, 
their current workplace, required diversity training, the effects of globalization on their work, as 
well as potential areas of improvement for diversity initiatives within the AHRD graduate 
program. Based on the mixed methods approach, the quantitative and qualitative findings suggest 
that diversity education is important and helpful to ensure AHRD graduates are prepared for their 
careers. In addition, AHRD students need to be aware of several areas of diversity to become 
knowledgeable and competent HRD professionals who can address diversity concerns and foster 
inclusive organizations. The limitations, interpretation of results, implications for practice, and 
recommendations for future research are discussed in this chapter.  
Limitations 
 This research had several limitations that arose throughout the course of the study. First, 
this study had thirty-one participants, but alumni did not answer every survey question. Such 
small sample size can lead to less conclusive results and data must be interpreted very carefully 
as it can be difficult to determine significant relationships from those small sample sizes (Brutus, 
Aguinis, & Wassmer, 2013). If this study were to be conducted again, researchers should strive 
for a larger sample size which will help identify more trends among alumni, especially 
concerning diversity in the workforce and from formal college education. There was also limited 
data and literature on diversity education in academic settings which can be challenging when 
trying to discover trends and noteworthy relationships from data (Brutus et al, 2013). Another 
concern when researching literature was the many definitions and terminology used for diversity 
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which made it more difficult to find articles relevant to this study. This causes a problem of 
scholarship since researchers do not agree on best practices for delivering diversity instruction. 
These limitations, especially the lack of literature on diversity education, could be because the 
HRD field has not established common guidelines for diversity curriculum or training. Another 
limitation of the study was self-reported data as the researcher could not verify data with AHRD 
alumni. Biases can occur from self-reported data as participants might have mixed feelings about 
diversity education and training.  
Interpretation of Results 
 Over half of the alumni who participated in the study were not required to take a diversity 
course in their formal college education. Based on this lack of required diversity education in 
both undergraduate and graduate careers, as well as participants’ current experience in the 
workforce, majority of alumni respondents believe diversity initiatives in the AHRD graduate 
program should be required as it will better prepare students entering a diverse and increasingly 
global work setting. AHRD alumni respondents believe current graduate students should be 
informed of several areas of diversity, not just education level and age, which is often discussed 
in the HRD curriculum, as they have realized key areas of diversity that were missing from their 
AHRD graduate experience. Based on the findings, alumni would have felt more prepared in 
their current positions if they were informed of several areas of diversity to address 
discrimination and harassment in the workforce.  
Additionally, AHRD alumni respondents’ perspective of required diversity education is 
relevant to the literature review. Researchers agree there should be required diversity courses 
provided in graduate programs as they are extremely helpful to not only prepare students who 
enter the HRD field but contribute to a more inclusive environment. Literature also highlights 
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that diversity language, definitions, and key issues are constantly evolving. Alumni suggested 
that incorporating multiple areas of diversity knowledge will help better prepare HRD 
professionals for the actualities of work in diverse environments. A required diversity course was 
viewed in a positive manner by alumni respondents as it has the potential to expand student’s 
knowledge and understanding of those with different backgrounds, create stronger skills for 
designing diversity curriculum and training, and contribute to generations of more well-rounded 
HRD professionals.  
Implications for Practice 
 Based on the literature review and data analysis, there are several implications for 
practice. First, this study encourages James Madison University’s AHRD graduate program to 
create a required diversity course as part of the core curriculum as there are many benefits to 
teaching diversity as addressed by AHRD alumni. The alumni respondents provided insightful 
knowledge of current diversity trends that would need to be emphasized in a diversity course, 
specifically learning about various areas of diversity, how to plan diversity training, and means 
to address diversity concerns in the workforce. Second, by utilizing learning theories, diversity 
models, and a variety of instructional methods, HRD educators have an understanding of how to 
go about planning and implementing diversity education within higher education courses. Third, 
providing diversity education to HRD students allows them to be more comfortable and 
accountable to addressing disrespect, harassment, and discrimination in the workforce, which is 
evident today. The HRD field can no longer ignore diversity as it relates to the growing realities 
of this position which includes maintaining productivity, encouraging professional growth and a 
respectful learning culture, as well as fostering an inclusive work environment.  
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Recommendations for Future Research  
 There are several recommendations for future research after conducting this study. It is 
highly suggested that this type of study be conducted again in the future, especially comparing 
alumni who have not taken a diversity course in the AHRD program versus those who might 
soon. There is also a need for more research on HRD education for both undergraduate and 
graduate programs. Though this study focused predominately on graduate education, 
undergraduate programs have the potential to become the base for diversity education which 
would be expanded by graduate curriculum. If students do not proceed with a master’s degree, 
then required diversity courses in every undergraduate field have the potential to better prepare 
students for diverse work environments across several career paths. Higher education has an 
opportunity to provide diversity education for students which can contribute to a more inclusive 
workplace, especially since we are living in an increasingly global world.  
Furthermore, there should be in depth research on promising approaches and practices for 
teaching a challenging topic like diversity. Though the literature review provided some models 
and nontraditional methods for diversity instruction, both in academic and workplace settings, 
there are no established and proven guidelines for creating diversity courses. Conversely, there 
should be a case study on different practices and approaches to teaching diversity since all 
learners are unique, regardless of being students in a college setting or adults in a workplace 
setting. Future studies should also consider more intensive qualitative approaches, such as 
interviews and focus groups. By having in-person conversations on diversity, researchers would 
be able to better understand participants’ reactions and perspectives towards such a relevant 
topic. Though researchers would have to keep their own biases in mind, a qualitative study with 
a large sample population would produce more conclusive and meaningful data. In addition, 
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there should be a longitudinal study on the impact of diversity education for students who enter 
their respective fields of study. This type of study should monitor students who take a diversity 
course in their undergraduate and/or graduate education then evaluate how they apply 
knowledge, skills, and attitudes gained from diversity courses to their position. This type of 
study would require energy, time, and money, but potential data could highlight the important 
need for required diversity education across multiple sectors, not just academic settings. 
Diversity may be the physically or mentally perceived notion of others but providing required 
diversity curriculum in higher education, especially in HRD graduate programs, creates many 
opportunities to enhance workplace preparedness of current students and positively influence 
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Appendix D: Survey Questionnaire  
 
Exploring Diversity Workforce Experiences of AHRD Alumni 
 
You are being asked to participate in a research study conducted by Kayce I. Croy from the Adult 
Education and Human Resource Development (AHRD) graduate program at James Madison 
University. The following survey should take fifteen to twenty minutes to complete and its purpose 
is to gather data from AHRD alumni to understand their perspectives of diversity initiatives 
within their current workplace as well as from their formal college education. The information 
that you provide will remain anonymous and you will be asked a series of 21 questions. This 
study will contribute to the researcher’s completion of her master’s research for the AHRD 
program.  
 
Thank you for participating in this research study! 
 





If Yes is Selected, then skip to Question 2 
 
Q2 If you took a diversity course as part of your formal college education, did you find it helpful 
in your future career? Please explain why or why not, 
 
Q3 Based on your AHRD graduate experience, how frequently were you informed about the 
following areas of diversity? 
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Q4 On a scale of 0 to 5, with 5 being the highest, how prepared do you feel interacting with 
diversity after graduating college? 
 





Q6 If diversity training is required in your workplace, how often do you participate in this type 
of training? 
o Every 1 to 3 months 
o Every 6 months 
o Once a year 
o 1 to 3 years 
o Not Applicable 
Q7 How is diversity defined at your organization? 
 
Q8 On a scale of 0 to 5, with 5 being the highest, how diverse do you view your immediate work 
setting? 
 
Q9 How important is diversity to your current position in the workplace? 
o Extremely Important 
o Very Important 
o Somewhat Important 
o Not Important 
Q10 Which of the following do you think could have better prepared you to succeed in a diverse 
work environment? Please select all that apply.  
 
 
Q11 Do you believe AHRD students need to be aware of areas of diversity to help them be 
successful in their future careers? Why or why not? 
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Q12 Based on your experience in the workforce, would you recommend diversity courses to be 




Q13 What diversity initiatives need to be in place, if any, at the graduate level to better prepare 
students entering the workforce? 
 





If Yes is Selected, then skip to Question 15 
 
Q15 What are the challenges and/or benefits of working with international people? 
 




Q17 What is your age? 
o 18 to 21 years old 
o 21 to 25 years old 
o 25 to 30 years old 
o 30 to 35 years old 
o 35 years and older 
Q18 What is your race/ethnicity? 
o Asian/Pacific Islander 
o American Indian/Alaska Native 
o Black/African American 
o Hispanic/Latino(a) 
o Middle Eastern 
o Native Hawaiian 
o White 
o Multiracial 
o I prefer to not respond to this question 
Q19 What is your level of education? 
o Less than high school 
o High school graduate 
o Some college 
o 2 year degree 
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o 4 year degree 
o Masters 
o Doctorate 
Q20 What is your current employment status? 
o Employed full time 
o Employed part time 
o Unemployed looking for work 
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